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Entrepreneurial behavior within organization (or corporate entrepreneurship) is an important aspect of organizational and 
economic development. Effective entrepreneurial behavior facilitates an organization to move forward toward successful future 
opportunities. Although a substantial body of research has advocated that entrepreneurial behavior has positive outcomes for 
employees, studies on the predictors of entrepreneurial behavior particularly among middle-level managers within the banking 
sector are relatively limited. Therefore, the objective of this paper is to provide a preliminary review of the literature and 
propose a model linking job autonomy and entrepreneurial behavior of middle-level managers within the Malaysian banking 
sector. In addition, emotional intelligence is explored as a credible moderator in the relationship between job autonomy and 
entrepreneurial behavior. 
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1. INTRODUCTION 
Entrepreneurial behavior exhibited by working individuals is seen as a key mechanism for success in established 
organizations. This is more so in the banking sector where banks are expected to provide quality services and more 
value-added products in light of tougher operating conditions due to economic uncertainties, global competition, 
and changing regulations.  Although entrepreneurial behaviors performed by employees are essential in stimulating 
organizational innovation, many researchers have emphasized the importance of this type of behavior among middle-
level managers (Hancer, Ozturk, & Ayyildiz, 2009; Kuratko, Ireland, Covin, & Hornsby, 2005). According to 
Zampetekis (2011), middle-level managers interactively synthesize information, disseminate information, and create 
conditions under which lower-level employees become a source of competitive advantage in the service production 
process. In the case of Malaysia, the banking sector is under the surveillance of Bank Negara Malaysia and is licensed 
under the Banking and Financial Institutions Act 1989 (BAFIA). The banking entities include commercial banks, 
investment banks, Islamic banks, insurance, and unit trusts (Bank Negara Malaysia, 2013). The banking sector 
dominates most of the financial flows and possesses approximately 70 per cent of the financial system’s total assets. 
In Malaysia, the financial system’s assets are concentrated within the commercial banking sector with total assets 
amounting to RM1.713 trillion as of end of 2011 (Bank Negara Malaysia, 2012). Sufian and Parman (2009) asserted 
that commercial banks are the largest and most significant providers of funds in the local banking system. Based on 
the consolidation program undertaken by Bank Negara Malaysia after the financial crisis in 1998, the commercial 
banking sector now consists of 27 institutions, of which eight are domestically incorporated with the remaining 19 
being owned by foreign entities. One notable distinction between locally owned banks and foreign entities relates to 
the percentage of ownership. The total assets owned by domestic banks as at end of 2011 is about RM1.361 trillion 
which contributed 11.6 percent of the country’s GDP (Bank Negara Malaysia, 2012). As highlighted in Malaysia’s 
Financial Sector Master Plan (2001), in charting the future direction of the financial services industry in Malaysia, 
domestic banking institutions should improve their performance especially in terms of profitability and service quality. 
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Previous researchers have argued that managerial entrepreneurial behavior has a positive impact on organizational 
performance (Hancer et al., 2009; Kuratko et al., 2005; Kuratko, 2010; Pearce, Kramer, & Robbins, 1997; Zampetakis, 
2011). For the banking sector, its service performance depends very much on the effectiveness of its customer-
contact employees in dealing with clients. In other words, to ensure high quality service provision, banks need to 
ensure that the behaviors of their customer-contact employees are oriented towards customers’ specific needs. To 
attain high customer-orientation, these employees need to be guided by middle-level managers.  Specifically, as noted 
by Bartlett and Ghoshal (1996), middle-level managers need to create an environment that encourages innovation 
and entrepreneurial activities among their subordinates. In this regard, middle-level managers need to engage in 
entrepreneurial behaviors. These behaviors generally relate to a range of activities ranging from 
independent/autonomous to integrative/cooperative behavior, aimed at getting things done in an entrepreneurial 
way within the organization (Mair, 2005).  
Previous researchers (Hornsby, Kuratko, & Zahra, 2002; Hornsby, Kuratko, Shepherd, & Bott, 2009; Kuratko et al., 
2005) have argued that job autonomy is a strong predictor of middle-managers’ entrepreneurial behavior. For these 
managers, increased job autonomy allows them the opportunity to engage in entrepreneurial activities (Kuratko et 
al., 2005, Hornsby et al., 2009). In particular, job autonomy provides middle-managers with the freedom to 
demonstrate new and useful combinations of work procedures and tasks (Wang & Cheng, 2010). Based on the 
aforesaid discussion, the purpose of this paper is to review the extant literature and subsequently propose a linkage 
between job autonomy and entrepreneurial behavior among middle-level managers in the Malaysian banking sector. 
In addition, since emotionally intelligent individuals are more proficient at regulating their emotions (Wong & Law, 
2002), as well as possess greater confidence and control over their work environment (Zampetekis, Beldekos, & 
Moustakis, 2009), emotional intelligence has been identified as a potential moderator in the proposed job autonomy-
entrepreneurial behavior relationship. 
 
2. LITERATURE REVIEW 
2.1 ENTREPRENEURIAL BEHAVIOR 
Entrepreneurial behavior is a comprehensive term that captures all actions taken by an organization’s members that 
relate to the discovery, evaluation and exploitation of entrepreneurial opportunities (Ireland, Hitt, & Sirmon, 2003; 
Kuratko et al., 2005; Shane & Venkataraman, 2000; Smith & Di Gregorio, 2002). Kuratko et al., (2005) contended 
that middle-level managers endorse, refine, and shepherd entrepreneurial opportunities as well as identify, acquire 
and deploy resources needed to pursue those opportunities. Consequently, it is vital for large organizations to 
support entrepreneurial behavior especially across all middle-management levels in order to improve performance 
and increase their competitive edge (Holt, Rutherford, & Clohessy, 2007; Kuratko et al., 2005; Mair, 2005). According 
to Pearce et al., (1997), entrepreneurial behavior is considered more relevant to employees at the managerial levels 
because they are in a better position to influence their subordinates. Specifically, a manager who exhibits 
entrepreneurial behavior will be able to communicate a strategic vision to his or her subordinates which ultimately 
has a positive effect on the performance of subordinates. 
2.2 FACTORS OF ENTREPRENEURIAL BEHAVIOR 
A review of extant literature indicates that in general, the predictors of entrepreneurial behavior can be classified 
into three main categories; organizational characteristics (Ireland, Covin, & Kuratko, 2009; Kuratko, 2010; Kuratko 
et al., 2005; Pearce et al., 1997; Rutherford & Holt, 2007; Zampetakis et al., 2009), job characteristics (Hornsby et 
al., 2009; Kuratko et al., 2005), and individual characteristics (Becherer & Maurer, 1999; Sweida & Reichard, 2013; 
Rutherford & Holt, 2007; Wakkee, Elfring, & Monaghan, 2008; Zampetakis et al., 2009). Of these three categories, 
job characteristics have been identified as key elements in the creation of entrepreneurial behavior by Hornsby et 
al., (2002). Of the five dimensions of job characteristics, job autonomy emerged as an important predictor of 
entrepreneurial behavior. This is based on findings from previous studies using samples derived from middle-
128 
 
managers (Hornsby, et al., 2009; Kuratko et al., 2005). Therefore, this paper will concentrate on the role of job 
autonomy as a dimension of job characteristics in stimulating middle-managers’ entrepreneurial behavior. 
 
2.3 JOB CHARACTERISTICS 
According to the Job Characteristics Model (JCM) (Hackman & Oldham, 1980; Hackman & Oldham, 1976), job 
autonomy has been specified as a core job characteristic that promotes self-determination and empowerment (Deci 
& Ryan, 2000; Niemiec & Ryan, 2009). In particular, the JCM is associated with five core job dimensions: skill variety, 
task identity, task significance, feedback, and autonomy (Hackman & Oldham, 1980; Hackman & Oldham, 1976; 
Oldham & Cummings, 1996). As mentioned in the preceding subsection, this paper focuses on job autonomy and its 
relationship with entrepreneurial behavior based on two reasons. First, prior research has often accentuated 
autonomy as a fundamental job resource that fulfills basic human need in a job environment, such as personal growth, 
learning, and development (Ryan & Frederick, 1997; Bakker & Demerouti, 2007). The second reason is based on 
suggestions by Breaugh (1985) that job autonomy has functional effects on individual work behavior. For instance, 
an increase in job autonomy enables employees to break away from their daily routines and unearth  the best solution 
in performing their job duties (Shalley & Gilson, 2004). Based on the above-mentioned reasons, job autonomy is 
expected to have a positive effect on entrepreneurial behavior. Hence, the following section of this paper will focus 
on the impact of job autonomy on middle-level managers' entrepreneurial behavior in the context of the commercial 
banking sector in Malaysia. 
 
2.3.1 JOB AUTONOMY 
According to Hackman and Oldham (1980), job autonomy refers to the extent to which a job allows a job holder 
the freedom, independence, and discretion to schedule work, make decisions, and select the methods used to 
perform tasks. Similarly, Zhou and Shalley (2008) viewed job autonomy as the freedom and independence in order 
to determine the effectiveness of one’s work duties.  On a similar note, Volmer, Spurk, and Niessen (2012) 
conceptualized job autonomy as the extent to which an employee can determine the pace, sequence, and methods 
in accomplishing task. Spector (1986) in his meta-analysis involving 88 studies found that job autonomy is associated 
with a high level of job satisfaction, organizational commitment, job involvement, job performance, and motivation, 
and a low level of physical and somatic symptoms, emotional distress, role conflict and role ambiguity, absenteeism, 
turnover intentions, and turnover. Similarly, the result of a meta-analysis by Humphrey, Nahrgang, and Morgeson 
(2007) showed that job autonomy is positively related to job satisfaction, growth satisfaction, and internal work 
motivation, but negatively related to absenteeism. In fact, employees with greater job autonomy feel more 
responsible for their jobs (Parker & Sprigg, 1999; Parker, Williams, & Turner, 2006). 
According to Breaugh (1985), job autonomy has beneficial effects on work behaviors. Slåtten and Mehmetoglu (2011) 
reported that job autonomy has a positive influence on employees’ engagement and innovative behavior. This finding 
is further supported by De Jong and Kemp (2003) who discovered that job autonomy has a positive relation with 
employees’ innovative behavior in service organizations. In addition, a study by Parker et al., (2006) found that job 
autonomy is linked to proactive behavior. As asserted by Shalley and Gilson (2004), high job autonomy provides 
employees with the flexibility to think creatively in coming up with better ways of handling their job responsibilities. 
This is in line with Wang and Chen (2010) who stated that job autonomy provides employees the opportunity to 
try out new and useful combination of work procedures. Fuller, Hester, and Cox (2010) in their study involving 120 
employees working in a small utility company located the southern region of the United States reported that job 
autonomy moderates the positive relationship between proactive personality and job performance. In fact, previous 
researchers (Hornsby, et al., 2009; Kuratko et al., 2005) have provided empirical evidence that job autonomy serve 
as a predictor of entrepreneurial behavior among middle-level managers. Therefore, in line with the aforesaid 
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discussion and prior empirical evidence, it is expected that similar findings will apply for Malaysia. In other words, in 
the context of commercial banking in Malaysia, middle-managers who possess high job autonomy will be more likely 
to engage in greater entrepreneurial behavior. As such, our first proposition is as follows:  
P1: Job autonomy will be positively related to entrepreneurial behavior. 
 
2.4 THE ROLE OF EMOTIONAL INTELLIGENCE AS A MODERATOR IN THE JOB AUTONOMY – 
ENTREPRENEURIAL BEHAVIOR RELATIONSHIP 
 
According to Salovey and Mayer (1990), emotional intelligence is “the subset of social intelligence that involve the 
ability to monitor one’s own and other’s feelings and emotions, to discriminate among them and to use this 
information to guide one’s thinking and action” (p.189). Mayer and Salovey (1997) further defined emotional 
intelligence as an individual’s ability to perceive and express emotion, to understand emotion and emotional 
knowledge, to generate and access emotion and to regulate emotion in oneself and others as well as to promote 
emotion and intellectual growth. According to these authors (Salovey & Mayer, 1990; Mayer & Salovey, 1997), 
emotional intelligence consists of four distinct dimensions: (1) appraisal and expression of emotion in the self (self-
emotion appraisal), (2) appraisal and recognition of emotion in others (others’ emotional appraisal), (3) regulation of 
emotion in the self (regulation of emotion), and (4) use of emotion to facilitate performance (use of emotion). 
Previous scholars revealed that emotional intelligence has a substantial impact on various human activities such as 
leadership, education, training, personal life, mental health and well-being (Cavazotte, Moreno, & Hickmann, 2012; 
Momeni, 2009). In particular, individuals high in emotional intelligence have been found to demonstrate greater ability 
to monitor, communicate, and manage their emotions, leading to better stress management (Petrides & Furnham, 
2001). Zampetakis et al., (2009) found that emotional intelligence affects entrepreneurial behavior through the 
process of self-evaluation of emotional self-efficacy and cognitive process. Previous researchers have shown that 
employees with higher emotional intelligence produce better performance (Cavazotte et al., 2012; Momeni, 2009; 
Petrides & Furnham, 2001; Zampetakis et al., 2009). In a recent study, Tabatabaei, Jashani, Mataji, and Afsar (2013) 
discovered that employees who possess higher emotional intelligence were able to produce more quality products 
and services within their work environment. Based on the preceding discussion, we contend that emotional 
intelligence may serve as a moderator in the relationship between job autonomy and entrepreneurial behavior. 
Therefore, our second proposition is as follows:   
P2: The relationship between job autonomy and entrepreneurial behavior is moderated by emotional intelligence, 
such that the positive relationship between job autonomy and entrepreneurial behavior is stronger when job 
autonomy is higher. 
 
2.5 CONCEPTUAL FRAMEWORK 
Based on the aforementioned review of the literature and consistent with the conceptualization of job autonomy 
and entrepreneurial behavior (Hornsby et al., 2009; Kuratko et al., 2005), a conceptual framework has been proposed 
as shown in Figure 1. Job autonomy as a dimension of job characteristics is viewed as a predictor of entrepreneurial 













Environmental uncertainties have created numerous challenges for organizations. In the case of the Malaysian 
commercial banking sector, economic turbulence, rising global competition, government policies and regulations, 
have resulted in the need for banks to deliver high quality services and value-added products to customers. In the 
provision of superior service quality and better customer value-added products, banks need to ensure that their 
employees, especially middle-level managers, display entrepreneurial behavior. Since middle-level managers serve as 
a role model in guiding lower-level staff, their entrepreneurial behavior are bound to be emulated by their 
subordinates, which ultimately lead to better service performance. A review of prior literature has demonstrated 
the significant role played by job autonomy in creating an environment that can stimulate greater entrepreneurial 
endeavour. Hence, a conceptual model has been proposed where job autonomy as a dimension of job characteristics 
is posited to predict entrepreneurial behavior. In addition, since an employee’s emotional intelligence positively 
affects job performance, we speculate that this construct is likely to have a moderating effect on the relationship 
between job autonomy and entrepreneurial behavior. 
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